Tracking Chart 2004 Nike, Indonesia 07003322C by Fair Labor Association
The factual information set forth on the Tracking Charts was submitted to the FLA by each Independent External Monitor and Participating Company and reviewed by FLA staff.  It is being made 
available to the public pursuant to the FLA Charter in order to strengthen the monitoring process. The FLA Charter provides for regular public disclosure of the factual results of independent 
monitoring and the resulting specific actions taken by Participating Companies. 
 
What is a Tracking Chart?  
 
Compliance is a process, not an event. A Tracking Chart outlines the process involved in FLA independent external monitoring and remediation. It is used by the accredited independent external 
monitor, the participating company and the FLA staff to do the following:  
 
 Record Findings: The independent external monitor uses the Tracking Chart to report noncompliance with FLA Code standards. The monitor should also cite the specific Code 
benchmark or national/local law that was used to measure compliance.  
 Report on Remediation: The FLA participating company uses the Tracking Chart to report on the remediation program that was implemented in order to resolve the noncompliance and 
prevent any future violations.  
 Evaluate Progress: The FLA uses the Tracking Chart for purposes of collecting and analyzing information on the compliance situation of a particular factory and for publication on our 
website. This information is updated on an ongoing basis. 
 
What a Tracking Chart is NOT - 
 
 An exhaustive assessment of factory conditions 
 
Working conditions - in any type of workplace - are dynamic. Each Tracking Chart represents a survey of the factory’s conditions on a specific day. Over time, a fuller picture emerges as 
we compile information from various sources to track the compliance progress of a factory. 
  
 A pass or fail evaluation 
 
The Tracking Charts do not certify whether or not factories are in compliance with the FLA Code. Monitoring is a measurement tool. The discovery of noncompliance issues is therefore not 
an indication that the participating company should withdraw from a factory. Instead, the results of monitoring visits are used to prioritize capacity building activities that will lead to 
sustainable improvements in the factory’s working conditions.  
 
• A one-time event  
 
Each monitoring visit is followed by a remediation program, further monitoring and remediation in an ongoing process. The Tracking Charts are updated accordingly. 
 
 
 
 
Note on Language 
Please be advised that because FLA independent external monitors are locally-based and English is generally not their native language, the language presented may at times appear unclear to a 
reader who is a native English speaker. In order to preserve the integrity of the transparency process and the information we receive, our policy is to publish the original text from the monitor and 
participating company. However, the reader will note that we have taken the precaution to remove any identifying information about the factory that was monitored or the workers interviewed.  
 
For example, in cases where monitors and/or participating companies have cited the actual number of workers in reference to a noncompliance issue, in order to protect the workers’ identities, we 
have replaced the numbers with generic wording in brackets (i.e. “[some]”, “[worker interviews revealed that]”,etc.).   
 
We do not disclose the name of the factory that was monitored in order to ensure that the FLA’s efforts to encourage and reward transparency do not have detrimental consequences for the 
factory and the workers.  
 
Instructions for Printing 
The information contained in the Tracking Charts is organized by columns and rows in a table format. Due to the number and width of the columns, the charts have been formatted for legal size 
(8.5 x 14in.) paper. To print the charts, please make sure to select “legal” size paper from Print properties. 
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Remediation
FLA Code/ Compliance 
issue
Country Law/Legal Reference FLA Benchmark Monitor's Findings Documentation (If finding 
was corroborated/verified 
through multiple sources, 
list all sources)
Was Finding 
Corroborated? 
Yes or No  
If not 
corroborated, 
explain why
Best 
Practice
Company Remediation plan Target 
Completion Date
Company follow up 
(3/10/05 &
4/12/05)
Documentation Company follow up 
(7/4/05 &
10/10/05)
1. Code Awareness
Code posting/information FLA Principle of Monitoring, 
Obligation of Companies: 
Establish and articulate clear, 
written workplace standards.  
Formally convey those standards 
to Company factories as well as 
to licensees, contractors and 
suppliers. 
There is no material for explanation of 
workplace standard (NIKE Code Of 
Conduct).  Management mentioned that 
the formal training in class for leader & 
supervisory level is using one paper of 
NIKE COC as the material. Management 
also confirmed that the informal training 
for production workers (only garment  **  & 
garment** where there is NIKE 
production) done by distributing a two-
side paper: one side contains NIKE COC 
in local language (bahasa Indonesia), the 
other side contains workers signature.
Workers interview, 
management interview, 
record review.
1) Develop a training system for all workers to receive proper 
training and appropriate level of understanding on workplace 
standard (COC).
2) Document all related education activities to demonstrate the 
training efforts.
5/30/2005 04/12/2005
During PC follow up visit, compliance 
team observed a work briefing (5 
minutes) conducted, which is 
conducted daily.  The briefing 
included COC education material.  
Briefing 
material/training 
contents is available 
upon request (Hard 
Copy).
Worker/management 
awareness of Code
FLA Principle of Monitoring, 
Obligation of Companies: 
Ensure that all Company 
factories as well as contractors 
and suppliers inform their 
employees about the workplace 
standards orally and through the 
posting of standards in a 
prominent place (in the local 
languages spoken by employees 
and managers) and undertake 
other efforts to educate 
employees about the standards 
on a regular basis.
No posting of NIKE Code Of Conduct as 
well as no training to workers at socks 
department where there is NIKE 
production (less than 1 %, based on 
management information) as socialization 
of workplace standard.
Management interview 
and observation.
1) Post Nike COC at socks sections.
2) Start to include worker's at socks section on the related 
training program.
04/30/2005 04/12/2005
PC has advised the factory to post 
some COC posters at the respective 
facilities.  Compliance team will verify 
during the next visit.
10/10/05 PC noted: This facility 
has separate divisions.  The sock 
division uses different employees, 
different equipment, and different 
buildings separate from the rest of 
the operations.  The sock division 
is no longer a footwear sub-vendor 
producing Nike product; therefore 
the COC training and posting will 
not be implemented.
Confidential non-
compliance reporting 
channel
FLA Principle of Monitoring, 
Obligation of Companies: 
Develop a secure 
communications channel, in a 
manner appropriate to the 
culture and situation, to enable 
Company employees and 
employees of contractors and 
suppliers to report to the 
Company on noncompliance 
with the workplace standards, 
with security that they shall not 
be punished or prejudiced for 
doing so. 
NIKE does not develop a secure 
communication channel to enable workers 
report non-compliance to the company.
Workers interview, 
management interview, 
record review, 
observation.
Nike’s objective is to strengthen contract manufacturers’ internal 
grievance systems, so that direct involvement by Nike in their 
employee grievances should be considered a last resort.  In 
alignment with Nike’s objective to strengthen contract 
manufacturers’ internal grievance processes, two pilot 
educational programs facilitated by local Non-Governmental 
Organizations are underway currently in Indonesia and China.  
In addition, Nike Compliance staff spend time listening to factory 
employees during one-on-one confidential interviews during  in-
depth Management Audits.  More than 9,000 factory employees 
were confidentially interviewed by Nike Compliance staff from 
August 1, 2002 through end of May 2004.
2.Forced Labor 
There will not be any use of forced labor, whether in the form of prison labor, indentured labor, 
bonded labor or otherwise
Findings
FLA Audit Profile
Indonesia
07003322C
BVCPS Indonesia
Sport Wear and Socks
Cutting, Sewing, Finishing and Knitting (garment), 
Linking, Rosso, Finishing (Socks)
December 8,9,10 2004
Nike, Inc.
8,588
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through multiple sources, 
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Best 
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Completion Date
Company follow up 
(3/10/05 &
4/12/05)
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(7/4/05 &
10/10/05)
Findings
Employment Records Labor law UU No.13/2003, chapter 
IX, regarding working agreement, 
article 50 stated that a working 
relationship occurred from the 
agreement between employer and 
employee. 
Employers will maintain sufficient 
hiring and employment records 
to demonstrate and verify 
compliance with this Code 
provision
It was noted date for all employment 
agreement of specified period of time 
contract workers being erased than re-
write with new date that is not suitable 
with employees interview information.  It 
seems the factory hides the term about 2 
– 6 months before the employment 
agreement signed.  Even though the 
auditors have already asked the reason 
why the factory paid workers’ wage below 
legal minimum wage, the factory does not 
give any document nor mention about 
“apprenticeship” practice not until closing
Workers interview, 
management interview, 
record review, 
observation.
1) Cease the practice of not being open or less cooperative to 
any assigned auditors (Nike employee or authorized Nike's 
inspector).  Submit a related written statement signed by senior 
factory personnel.
2) Cease the practice of improper implementation of 
"apprenticeship" program.  Submit a related written statement 
signed by senior factory personnel.
6/30/2005 03/10/2005
1) Statement letter signed by General 
Manager promoting greater 
cooperation with auditors.
2) All apprenticeship worker assigned 
as "PKWT /Contract Worker".  
Changing the status of 
apprenticeship worker to PKWT 
worker shows progress.  
Statement Letter & 
Internal 
Memorandum 
(Available upon 
request)
7/4/05 PC visit: The issues of 
PKWT workers is still undergoing 
discussion.  The factory has 
provided PC with documentation 
showing reason for the practice to 
qualify per the law.  PC will 
carefully review the documentation 
provided by the factory because 
this decision could potentially 
create a precedent for other 
factories.  The status is consider 
"Pending".
When the auditors mentioned one of the 
findings about no employment status for 
about 2 – 6 months before workers signed 
employment contract and about the 
noncompliance to legal minimum wage, 
the management then mentioned that 
they have legalization from local labor 
department about the “apprenticeship”.  
The auditors received the scanned 
legalization & the scanned example of 
apprenticeship agreement the day after 
(by email).  It is noted the apprenticeship 
legalization document does not mention 
to legalize workers’ wage receive below 
legal minimum wage. 
Due to the recent changes in local 
law, factory management believes 
due to its current condition, hiring 
PKWT workers is acceptable.  PC is 
engaged in further discussions with 
the factory regarding this matter and 
considers this issue still pending.
 In addition, there are 2 points in the 
apprenticeship legalization document that 
is required to be done by local labor 
department for the apprenticeship 
agreement, but not being done by the 
factory as seen in the example of 
apprenticeship agreement, as follow:  (1) 
to change the word “contract” in the 
apprenticeship agreement to become 
“agreement”, (2) to eliminate point 1(f) 
about the obligation of the apprenticeship 
workers to live in area around the factory.  
The scanned example of apprenticeship 
agreement exhibits that both points are 
still there (no changement in regards to 
local labor department requirement).  
Moreover, the apprenticeship agreement 
stated also about normal working hours of 
07:00 – 15:00, but in practice, the factory 
applied also shift working (shift1, 2, 3) as 
well as overtime working in normal 
working days and rest day (Sunday).
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through multiple sources, 
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(7/4/05 &
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Findings
Employment Records Labor minister decree 
Kep.No.100/MEN/VI/2004, chapter 
3, stated that the factory should 
make a list of the contract workers 
and reported to the local labor 
department at maximum 7 days 
after the contract signed.  The 
implementation of contract workers 
usage must be determined into 3 
types:
Article 3, contract workers made 
based on work to be performed and 
completed at one OR work that is 
temporary by nature based on end 
of certain job.  The requirements 
are: the working agreement shall 
state determination of job that 
declare the end / when the job 
would be finished, the contract must 
be made no longer than 3 years,
Employers will maintain sufficient 
hiring and employment records 
to demonstrate and verify 
compliance with this Code 
provision
It was noted 1,057 out of total 8,588 are 
specified period of time contract workers, 
while they are doing permanent work by 
nature.  Term and conditions applied for 
such workers by law shall be under status 
of permanent workers.  In addition, none 
of the workers received copy of their 
employment contract.
Workers interview, 
management interview, 
record review, 
observation.
1) Cease the practice of improper implementation of using 
"contract workers".  Submit a related statement signed by senior 
factory personnel.
2) Provide copy of employment contract to all worker including 
"contract worker".
3) Change the status of all "contract workers" that is by law 
should be considered as permanent worker.
6/30/2005 04/18/2005
1) All of the "apprenticeship workers" 
have been assigned as "contract 
workers" (PKWT is the right 
terminology for this). PC is engaged 
in further discussions with the factory 
regarding this matter and considers 
this issue still pending, while 
recognizing this is a move forward.
2) PC received a sample of 
"agreement letter" with worker 
signature acknowledging they 
received the copy.
3) Please see #1 for status.
Hard copy  of 
related employment 
contract is AUR
AUR = Available 
Upon Request
7/4/05 PC visit: See cell Q25 
above as this relates to a concerns 
on "PKWT" status.
and under unusual circumstances, if 
the job has not finished yet, the 
extension can be made after at 
least 30 days after the previous 
working agreement finished.  
Article 4 & 5, contract workers made 
based on kind of job under certain 
season.  This type of job could be 
applied on workers who employed 
for additional work.  The contract 
cannot be renewed.
Article 8 & 9, contract workers made 
based on new product activity.  This 
type of job could be applied for work 
related to new activity or additional 
product.  The contract cannot be 
renewed.
"
Other: Copy of 
employment agreement
Labor law UU No.13/2003, chapter 
IX, regarding working agreement, 
article 63.1 stated in the event that 
working agreement was made in 
verbal, the employer must make 
Appointed Letter to pertinent 
worker.  Labor law UU No.13/2003, 
regarding the Working Relation, 
chapter IX article 54.3 stated that 
working agreement has to be 
provided at least in two copies; one
Two security workers have not received 
copy of employee agreement (permanent 
workers).  Thus, workers do not 
understand their employee status.
Workers' interview, 
record review.
1) Develop a tracking system of HR documentation to verify all 
workers are provided with all necessary related employment 
documents.
2) Provide 2 security workers with related employment contract.
3/31/2005 03/10/2005
The factory has developed a 
"received" stamping system for each 
employment agreement to verify 
workers are provided with the 
necessary employment documents.  
The respective security guards 
received employment contracts.
Copy of receipt of 
employment 
contract from 
respective workers
3. Child Labor
4. Harassment or Abuse
Every employee will be treated with respect and dignity.  No employee will be subject to any 
physical, sexual, psychological or verbal harassment of abuse.
No person will be employed at an age younger than 15 (or 14 where the law of the country of 
manufacture allows) or younger than the age for completing compulsory education in the country 
of manufacture where such age is higher than 15.
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Findings
Progressive Discipline Employers will utilize progressive 
discipline, e.g., escalating 
discipline using steps such as 
verbal warning, written warning, 
suspension, termination.  Any 
exceptions to this rule, e.g., 
immediate termination for theft 
or assault, shall be in writing and 
clearly communicated to 
workers.
It was noted no procedure & policy about 
workers’ demotion due to poor 
performance.  A worker interviewed 
mentioned that s/he has been working at 
the facility *** since *** years ago; 
nevertheless  [a while ago the worker] 
was moved to cleaning service section.  
As there is no mutation letter about this, 
the worker mentioned that s/he assumed 
this is because s/he cannot reach  [the] 
target for a week.   [*Interviews revealed 
*]  that there is a case of worker from QC 
socks department (has been worked for 
10 years) being moved to elastic 
(spandex) section, but the worker did not 
want to.  Finally, the worker and the 
factory agreed to terminate the 
employment with proper severance 
payment.
Workers interview, 
management interview, 
record review.
Develop a policy and written procedure of worker's performance 
assessment.   Implement the new develop policy and procedure 
equally to all workers.
4/1/2005 04/12/2005 
CBA stated that "demotion" can be 
caused by incapability to perform the 
job function.  The demotion process 
will go through a decision issued by 
the top level management.  PC will 
verify implementation at next follow 
up visit. 
New CBA has 
described the 
related policy.
7/4/05 PC visit: Worker Interviews 
indicated poor understanding on 
this related policy.  Status is "Not 
Resolved" (NR)  PC will follow up 
and verify worker understanding of 
the related policy at next visit 
(scheduled on Oct 17, 2005).
Disciplinary Practices Employers will utilize consistent 
written disciplinary practices that 
are applied fairly among all 
workers
It was noted 2 workers receive warning 
letter type 1 for not recording their time 
card (both workers did not clocked in at 
end of break time; one was on Sept 14 & 
the other one was on Oct 25, 2004).  
There is no reference about this (no 
statement about this practice in the list of 
disciplinary practice granted for warning 
letter type 1 in the Collective Bargaining 
Agreement).
Workers interview, 
management interview, 
record review.
Discuss with union to amend the CBA contents in specific to 
Disciplinary Measurement's Section by adding up all 
implemented infractions including infractions related to 
recording time cards.
4/1/2005 04/12/2005
PC received copy of the new CBA 
that contains the related clause.  PC 
to verify workers awareness and if 
they received a copy during the next 
follow up visit.  
New CBA  has 
described the 
related policy.
7/4/05 PC visit: Worker Interviews 
indicated poor understanding on 
this related policy.  Status is "Not 
Resolved" (NR).  PC will follow up 
and verify worker understanding of 
the related policy at next visit 
(scheduled on Oct 17, 2005).
Training of Management 
in Disciplinary Practices
Employers will provide training to 
managers and supervisors in 
appropriate disciplinary practices
No training for management regarding 
disciplinary practices.
Management interview, 
record review.
1) Design a training program to educate All workers, including 
supervisors and management, regarding managing disciplinary 
practices.
2) Develop a training schedule to commenced the designed 
training.
5/30/2005 04/12/2005
PC observed training during the visit 
as the morning briefing and this 
included disciplinary and termination 
training material (copy of the material 
on file).  PC will verify workers 
awareness during next follow up visit.
Training material & 
PC's staff walk 
through on training 
implementation
7/4/05 PC visit: Worker Interviews 
indicated poor understanding on 
this related policy.  Status is "Not 
Resolved" (NR).  PC will follow up 
and verify worker understanding of 
the related policy at next visit 
(scheduled on Oct 17, 2005).
Monetary Fines and 
Penalties  
Employers will not use monetary 
fines and penalties for poor 
performance
There is statement in employment 
agreement for permanent workers that 
workers shall agree of monetary fines of 
working mistakes.
Management interview, 
record review.
1) Revise the related statement from the employment 
agreement content.
2 ) Announce the revision to all workers (posting & training).
04/30/2005 3/10/05
The factory will revise the wording of 
related documents.  The revision will 
reflect the related local regulation 
that stipulates a possibility of a 
company to hold its worker 
responsible of any mistake that 
cause the company suffering loss.  
We have confirmed with the factory 
that the "working mistake" here is 
only for the "major mistakes" and do 
not relate to minor mistakes such as
7/4/05 PC visit: Policy has been 
revised, however worker interviews 
indicated poor understanding on 
the related policy.  Status is "PR".  
PC will follow up and verify worker 
understanding of the related policy 
at next visit (scheduled on Oct 17, 
2005).
Other: Harassment & 
Abuse Policy
The policy and procedure of harassment 
& abuse is only posted in factory 
information board at 2nd floor where there 
is NIKE production in garment *** & ***, 
but not in socks department. 
Workers interview, 
management interview, 
observation.
Post The Harassment & Abuse policy in major workspaces of all 
plant area including in socks department.
4/30/2005 03/10/2005
PC observed H&A postings in major 
workspaces as well as socks 
department.
PC's staff walk 
through & Training 
material.
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Findings
Other: Harassment & 
Abuse Policy
Related to the above finding, no formal 
training about Harassment & Abuse Policy 
to both management and workers.
Workers interview, 
management interview, 
observation.
1) Design a training program to educate All workers, including 
management and supervisors, regarding managing disciplinary 
practices.
2) Develop a training schedule to commenced the designed 
training.
5/30/2005 04/12/2005
PC observed training during the visit 
as the morning briefing and this 
included disciplinary and termination 
training material (copy of the material 
on file).  PC will verify awareness 
through interviews during next follow 
up visit.
PC's staff walk 
through & Training 
material.
7/4/05 PC visit: Worker Interview 
indicated good feedback on this 
issue,  Status is "Resolved" (R)
5. Nondiscrimination
Pregnancy Testing Employers will not use 
pregnancy tests or the use of 
contraception as a condition of 
hiring or of continued 
employment. Employers will not 
require pregnancy testing of 
female employees, except as 
required by national law
 [Worker interviews revealed] that the 
factory required workers to bring test pack 
for pregnancy test for workers 
employment in year 2003 until currently.  
When the auditors asked the question to 
management, all top management denied 
the practice, but staff from HRD-hiring 
department confirmed about this
Workers interview, and 
management interview.
Ceased the pregnancy test practices immediately.  Submit 
related written statement that signed by factory senior 
personnel.
4/30/2005 03/10/2005
PC received Management statement 
& Hiring guidelines for recruitment 
process.  PC will conduct worker 
interviews during next follow up visit.
Hiring manual for 
recruitment process.
7/4/05 PC visit: Worker Interview 
indicated good feedback on this 
issue,  Status is "Resolved" (R)
Other: Non discrimination 
Policy
No communication yet about policy and 
procedure of nondiscrimination as there is 
no formal training and also not yet posted 
at factory’s information board.
Workers interview, 
management interview, 
observation.
1) Posting Non-discrimination Policy in all major workspaces.
2) Designed and conduct a training program to all workers with 
respect to the related policy.
5/30/2005 03/10/2005
Factory provides training to workers 
daily through a 5 minutes briefing.  
PC will verify effectiveness at the 
next follow up visit. 
PC's staff walk 
through
7/4/05 PC visit: Worker interviews 
indicated poor understanding on 
the related policy.  Status is "NR".  
PC will follow up and verify worker 
understanding of the related policy 
at next visit (scheduled on Oct 17, 
2005).
Hiring Discrimination 
Practices
Employment decisions will be 
made solely on the basis of 
education, training, 
demonstrated skills or abilities. 
All employment decisions will be 
subject to this provision.  They 
include: hiring, job assignment, 
wages, bonuses, allowances, 
and other forms of 
compensation, promotion, 
discipline, assignment of work, 
termination of employment, 
provision of retirement
Newly hired workers (specified period of 
time contract workers) are not provided 
with meal allowance, while the 
employment agreement stated that 
factory provides meal allowance to 
worker.  Moreover, all permanent workers 
receive meal allowance (as much as Rp 
2,600/day).
Workers interview, 
management interview, 
record review.
1) Provide meal allowance to all workers regardless of their 
employment status.
5/31/2005 03/10/2005
PC compliance team confirmed that 
all worker now receiving the meals 
allowance since March 05.
6. Health and Safety
Fire Safety  Health and 
Safety legal compliance
Labor Minister Regulation No. PER-
02/MEN/1980 regarding medical 
examination, article 2.2 stated 
Medical examination for the workers 
is a compulsory to be conducted by 
the company include pre-
employment medical examination, 
periodically medical examination 
and specifically medical 
examination. Article 2.4 stated for 
specifically job is required to 
conduct medical examination, which 
equal to the need to avoid any 
medical problem related to the job.
Employer will comply with 
applicable health and safety 
laws and regulations.  In any 
case where laws and code of 
conduct are contradictory, the 
higher standards will apply.  The 
factory will possess all legally 
required permits
No periodic medical examination for all 
workers.  Moreover, the factory required 
newly hired workers to provide by their 
own a roentgen  test; this is stated also in 
employment agreement.
Workers interview, 
management interview, 
record review.
1) Cease the practice of asking new hire worker to provide their 
own pre-employment test and revised the related clause at 
employment agreement.
2) Conduct Periodical Medical Examination for all workers in 
reference to specific health hazards of the worker's job.
03/01/2006
No person will be subject to any discrimination in employment, including hiring, salary, benefits, 
advancement, discipline, termination or retirement, on the basis of gender, race, religion, age, 
disability, sexual orientation, nationality, political opinion, or social or ethnic origin.
Employers will provide a safe and healthy working environment to prevent accidents and injury to 
health arising out of, linked with, or occurring in the course of work or as a result of the operation 
of employer facilities
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Fire Safety  Health and 
Safety legal compliance
Labor minister regulation PER-
01/MEN/1976 stated about the 
obligation of Hyperkes (Hygiene, 
Factory, Health and Safety) training 
for the company’s doctor.
Labor minister regulation PER-
01/MEN/1979 stated about the 
obligation of Hyperkes (Hygiene, 
Factory, Health and Safety) training 
for the company’s paramedics.
Employer will comply with 
applicable health and safety 
laws and regulations.  In any 
case where laws and code of 
conduct are contradictory, the 
higher standards will apply.  The 
factory will possess all legally 
required permits
No certificate of Hyperkes (hygiene, 
factory, health and safety training) for 1 
doctor, 1 nurse and 3 paramedics 
occupied for the clinic.
Workers interview, 
management interview, 
record review.
Send all doctors, nurses and paramedics to participate on G OI 
[Government of Indonesia]  related certification courses.
03/01/2006
Fire Safety  Health and 
Safety legal compliance
Revolving letter No. SE-
05/BW/1997, the factory shall 
maintain hazard assessment to 
determine the personal protective 
equipment is sufficient for the 
working condition.
Employer will comply with 
applicable health and safety 
laws and regulations.  In any 
case where laws and code of 
conduct are contradictory, the 
higher standards will apply.  The 
factory will possess all legally 
required permits
No hazard assessment to determine the 
PPE is sufficient for the working condition.
Management interview 
and record review.
Conduct hazard assessment to determined PPE proper 
utilization.
09/01/2005
Document Maintenance/ 
Accessibility
Labor minister decision 
KEP.187/MEN/1999, regarding the 
providing of MSDS article: 3 stated: 
employer is responsible to provide 
Material Safety Data Sheet (MSDS).
All documents required to be 
available to workers and 
management by applicable laws 
(such as policies, MSDS, etc.) 
shall be made available in the 
prescribed manner and in the 
local language or language 
spoken by majority of the 
workers if different from the local 
language
All Material Safety Data Sheet (MSDS) 
kept centralized in office area in English 
version.  The MSDS has been provided 
for thinner used in spot cleaning section 
at garment department (sewing area).  
However, MSDS have not been provided 
yet for secondary storing place of 
chemical in other areas (e.g. handprint, 
dyeing, jet loom).
Management interview, 
record review, 
observation.
Develop, provide and maintain an easy access of copy of all 
related MSDS both in English and local language to respective 
areas.
1/6/2005 03/10/2005
MSDS is posted in the applicable 
areas in both English and bahasa.
PC's walk through
Evacuation Procedure Labor minister decision 
KEP.186/MEN/1999, regarding the 
providing of fire alarm and 
evacuation facilities article 2.2b 
stated: as preventive of fire, 
employer is responsible to provide 
instrument of detection, alarm, fire 
extinguisher and evacuation map. 
All applicable legally required or 
recommended elements of safe 
evacuation (such as posting of 
evacuation plans, unblocked 
aisles/exits, employee 
education, evacuation 
procedures, etc.) shall be 
complied with and workers shall 
be trained in proper safety, first 
aid, and evacuation procedures
Most areas have been provided with 
evacuation map; however, some areas 
have not been provided with evacuation 
map (e.g. dyeing, jet loom, sizing).
Management interview 
and observation.
Post Evacuation Map in all respective areas. 5/1/2005 03/10/2005
Evacuation maps posted in all 
respective areas.
PC's walk through
Evacuation Procedure Labor minister regulation PER-
07/MEN/1964, regarding health and 
safety of work area article 13 stated: 
Exit, alley, etc leading to the outside 
must have emergency light and 
must be visibly marked.
All applicable legally required or 
recommended elements of safe 
evacuation (such as posting of 
evacuation plans, unblocked 
aisles/exits, employee 
education, evacuation 
procedures, etc.) shall be 
complied with and workers shall 
be trained in proper safety, first 
aid, and evacuation procedures
Most areas have been provided with 
arrow marking as evacuation guidance; 
however, some areas have no t been 
provided with arrow marking (e.g. dyeing, 
jet loom, raw material warehouse ***,  
handprint, sizing).
Management interview 
and observation.
Provide arrow marking for all respective area. 4/30/2005 03/10/2005
Evacuation arrow markings provided 
in all respective areas.
PC's walk through
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Evacuation Procedure Labor minister regulation PER-
07/MEN/1964, regarding health and 
safety of work area article 13 stated: 
Exit, alley, etc leading to the outside 
must have emergency light and 
must be visibly marked.
All applicable legally required or 
recommended elements of safe 
evacuation (such as posting of 
evacuation plans, unblocked 
aisles/exits, employee 
education, evacuation 
procedures, etc.) shall be 
complied with and workers shall 
be trained in proper safety, first 
aid, and evacuation procedures
Most areas have been provided with mark 
for exits; however, some areas have not 
been provided with exit mark (e.g. dyeing, 
jet loom, raw material warehouse/***, 
handprint, sizing).
Management interview 
and observation.
Provide exit marking for all respective area. 4/30/2005 03/10/2005
Exit markings provided for all 
respective areas.
PC's walk through
Evacuation Procedure Safety workforce regulation of 
Republik of Indonesia No. 208/1947 
regarding aisle space, article 2 
stated aisle spaces between 
machinery equipments must be 
adequate of width and clear from 
any obstruction that might be 
danger the condition. 
All applicable legally required or 
recommended elements of safe 
evacuation (such as posting of 
evacuation plans, unblocked 
aisles/exits, employee 
education, evacuation 
procedures, etc.) shall be 
complied with and workers shall 
be trained in proper safety, first 
aid, and evacuation procedures
Based on observation on 2nd and 3rd day 
of audit, one emergency exit at dyeing 
dept. (near finishing stanter) is locked 
during working hours.
Management interview 
and observation.
Unlock all emergency exit during work hours & enhance internal 
monitoring/inspection system to ensure that all emergency exit 
doors are accessible.
4/30/2005 03/10/2005
All emergency exit doors accessible.
PC's walk through
PPE Labor minister regulation PER-
01/MEN/1981, regarding obligation 
to report all sickness caused by 
accidents during working hours, 
article 4.3 stated that the employer 
shall provide free personal 
protective equipment needed, which 
are obliged to be used under his 
management to prevent sickness 
caused by accidents during working 
hours.  Article 5.2 stated all workers 
have to use all personal protective 
equipment needed that is obliged to 
prevent sickness caused by 
accidents during working hours. 
Workers shall wear appropriate 
protective equipment (such as 
gloves, eye protection, hearing 
protection, respiratory protection, 
etc.) to prevent unsafe exposure 
(such as  inhalation or contact 
with solvent vapors, noise, dust, 
etc.) to hazardous elements 
including medical waste.
Based on observation, workers do not 
wear appropriate PPE.  Workers in spot 
cleaning only wear masks, while the 
MSDS exhibits to wear gloves and 
goggles; 14 out of 24 embroidery workers 
in shift 1 and all workers in shift 2 
embroidery do not wear earplug; some 
workers in covering section & all workers 
in boiler area found not wearing the 
earplug, while based on environmental 
measurement report (in June 2003), it is 
noted as “area of using earplug”.
Workers interview, 
management interview, 
observation.
Enhance the training efforts to all respective workers on PPE 
subject.
05/31/2005 03/10/2005
Same as other training for workers, 
considering number of workers to be 
covered for various subjects, we are 
not looking at training logs but rather 
than the system of the training (how 
training is deliver --- frequent/regular 
5 minute briefing prior work and not 
in a class room setting and the 
material use).  Not yet had the 
chance  to verify further on the 
training effectiveness. 
PC's staff walk 
through & related 
training material
Ventilation/Electrical/facilit
y maintenance
All ventilation, plumbing, 
electrical, and lighting services 
shall be provided and 
maintained to conform to 
applicable laws and prevent 
hazardous conditions to 
employees in the facility
The factory provides insufficient number 
of drinking water point (four points: two in 
first floor and two in second floor) for 
garment *** , garment ***, garment ***, 
garment *** and embroidery areas.  Total 
numbers of production worker there is 
3,922 and total area is 2.1 hectare.  As a 
result, workers provide their own drinking 
water (buying themselves).  Moreover, 
this also happened because some 
workers prefer to drink mineral water, 
while the factory provides boiled well 
water (drinking water provided by the 
factory is monthly tested to relevant 
laboratory and the result is that the water 
can be consumed as drinking water).
Workers interview, 
management interview, 
and observation.
Add more point of drinking water fountain that is appropriately 
cover all the area where the workers stations are located.
5/30/2005 03/10/2005
We are going back to the factory on 
this. 
PC's staff walk 
through
10/10/05 - PC received notification 
from the factory that they have 
added some drinking fountains.  
To be verified during next PC visit.
Record Maintenance All safety and accident reports 
shall be maintained for at least 
one year, or longer if required by 
law
The factory maintained injury record, but it 
is not separated between working 
accident & sickness.
Management interview 
and observation.
Maintain the document separately between accident and 
sickness report.
5/30/2005 03/10/2005
The accident and sickness logs are 
now maintained separately.
Accident record/log 
book review.
Sanitation in Facilities Labor Minister Regulation PER-
07/1964, regarding health and 
safety of work area article 6.2, 
stated that the toilets must be 
segregated by gender and the 
toilets must be kept clean time to 
time.
All facilities including factory 
buildings, toilets, canteens, 
kitchens, and clinics, shall be 
kept clean and safe and be in 
compliance with applicable laws
Toilets in some areas have not been 
completed with gender marking (e.g. 
handprint, dyeing, jet loom).
Observation Mark all toilets with gender identification signs. 4/30/2005 03/10/2005
Gender identification is posted on all 
toilets.
PC's staff walk 
through
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Sanitation in Facilities Labor Minister Regulation PER-
07/1964, regarding health and 
safety of work area article 6.4, 
stated that the toilets must be kept 
clean by cleaning service person.
All facilities including factory 
buildings, toilets, canteens, 
kitchens, and clinics, shall be 
kept clean and safe and be in 
compliance with applicable laws
The factory provides hand soap & hand-
dry equipment only at garment *** & 
garment *** areas.  Other departments 
are not provided with hand soap.  The 
factory only provides washing soap that is 
not suitable for hand soap nor for 
cleaning the toilet.  Thus, for cleaning 
toilet workers are buying the proper 
cleaning liquid.  In addition, workers also 
have a schedule to clean the toilet an/or 
area around their working place (even 
though there is cleaning service workers).  
Workers who are in schedule for cleaning 
will come earlier to the factory OR go 
home later, about 15 minutes different 
from actual working hour.  Based on 
observation in audit days, there are some 
workers who observed in cleaning (with 
broom) surrounded working areas.  The 
dit k d d th k t
Workers interview and 
observation.
1) Add hand soap and hand drier to all respective areas.
2) Develop a checklist to monitor the soap availability.
5/30/2005 03/10/2005
Soap and hand driers are available in 
respective areas.  
PC's staff walk 
through
Other: Posting of legal 
requirement
The safety act UU No.1/1970, 
regarding the obligation of the 
employer, chapter X article 14 (a) 
stated that employer must display 
clear and legible written notices and 
safety posters describing all 
statutory health and safety 
requirements, including a copy of 
the Safety Act of 1970 and 
consequent regulations.
No posting of the safety act No.1/1970. Observation Post the related act in all major workspaces. 3/10/2005 Done: 03/10/2005
Safety Act No. 1/1970 is posted in all 
major workspaces.
PC's staff walk 
through
Other: backrest for 
workers' chairs
Labor minister regulation PER-
07/MEN/1964, regarding health and 
safety of work area article 9.2(d) 
stated: seat for workers must be 
completed with backrest.
No backrest provided for all workers’ 
chairs in all departments at factory site.
Observation Install all chairs with appropriate backrest per the GOI 
[Government of Indonesia]  law.
03/30/2006
Other: providing of chairs 
for occasional use
Labor minister regulation PER-
07/MEN/1964, regarding health and 
safety of work area article 9.3 
stated: workers doing work in 
standing, walking, crawling, or 
laying shall be provided with chairs 
for occasional used when the 
worker needed. 
The factory has not provided chairs for 
workers who worked in standing position 
for occasional use.
Observation Provide chairs for all respective workers that is work in standing 
position to be use on occasion.
9/1/2005
Other: Boiler Operator 
Certificate
Labor Minister Regulation PER-
01/MEN/1988, chapter III regarding 
qualifications, article 3(f) stated that 
operator for boiler shall graduate the 
exams from local labor department 
CQ subunit maintenance and 
control. 
Certificate for boiler operators are only 5 
out of 9 boiler operators.
Management interview 
and record review.
Enroll all boiler operators for a GOI related certification program. 7/30/2005 PC received the related certificate 
documentation from the factory.  
8
Remediation
FLA Code/ Compliance 
issue
Country Law/Legal Reference FLA Benchmark Monitor's Findings Documentation (If finding 
was corroborated/verified 
through multiple sources, 
list all sources)
Was Finding 
Corroborated? 
Yes or No  
If not 
corroborated, 
explain why
Best 
Practice
Company Remediation plan Target 
Completion Date
Company follow up 
(3/10/05 &
4/12/05)
Documentation Company follow up 
(7/4/05 &
10/10/05)
Findings
Other: Forklift License Labor Minister Regulation 
No.05/1985 (PER-05/MEN/1985), 
regarding the use of freight / forklift, 
article 134 stated that the freight / 
forklift usage is subjected to legalize 
by relevant authority. Article 138 
stated: Rechecking and retesting of 
freight / forklift shall be conducted at 
latest 2 years after 1st checking and 
testing. Then, the next rechecking 
and retesting shall be conducted 
once a year.
Labor minister regulation 
Per.05/MEN/1985 regarding lifting 
and carrying instrument article 4, 
stated that freight lift must be 
operated with operator with ability 
and skill of freight lift.
License for forklift operators are only 1 
out of 5 forklift operators.
Management interview 
and record review.
Enroll all forklift operators for a GOI related certification 
program.
7/30/2005 PC received the related certificate 
documentation from the factory.  
Other: Environmental 
impact 
Government Regulation PP-27/1999 
regarding environmental impact 
assessment, article 24 (1): the 
decision to approve an 
environmental impact statement for 
business and/or activity will be 
stated expired by authority of this 
Government Regulation in the event 
that the proposed business or 
activity has not been implemented 
within 3 (three) years of the date of 
the approval.
Decree of the State Minister of 
Environment KEP-
51/MENLH/10/1995, regarding liquid 
waste standards for industrial 
activities, " article 1.1: Industry is an 
economical activity of processing 
raw material, standard material, half 
processed goods and/or processed 
goods into other goods with a higher 
usage value, including design and 
engineering. 
The environmental impact assessment 
was expired in 2003 (the factory has a 
letter explaining that the place where they 
asked for the assessment have not 
finished yet until now).  The latest 6-
monthly report found was in December 
2003.
Management interview 
and record review.
Conduct Environment Impact Assessment for the related facility. 9/1/2005 7/4/05 PC visit: Status is "NR".  
The factory has to provide Nike 
with the "hazard assessment" 
document.  The factory will submit 
the required documents on Aug 
31, 2005.
Article 2(7): The Liquid Waste 
Standards as defined in paragraph 
(1) of this article shall be reviewed 
periodically once in every five years. 
Article 6: The party responsible for 
an industrial activity is obliged to (a) 
perform treatment of liquid waste to 
such extent that the liquid waste 
quality does not exceed the liquid 
waste standards; (h) report at least 
once in every three month of the 
flow, concentration of liquid waste 
standard parameters, actual 
monthly production to the Head of 
Bapedal, the Governor, technical 
institutions involved with industry, 
and other institutions deemed 
necessary as according valid 
regulations and laws.
Employers will recognize and respect the right of employees to freedom of association and 
collective bargaining
7. Freedom of Association and Collective Bargaining
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Other: Collective 
Bargaining Agreement 
socialization
Labor law UU No.13/2003, 
regarding the Industrial 
Relationship, chapter XI article 
paragraph 7 article 126.2 stated that 
the entrepreneur and the 
trade/labour union are under an 
obligation to inform the contents of 
the collective labour agreement or 
any changes made to it to all 
workers/ labourers.
Article 126.3 stated that the 
entrepreneur must print and 
distribute the text of collective 
labour agreement to each worker/ 
labourer on the enterprise’s 
expense.
Booklet of Collective Bargaining 
Agreement / CBA (known as KKB in local 
language) is distributed to leader & 
supervisory levels.  The factory posted 
summary of CBA and provided training 
only to workers in garment *** & garment 
***.  Union were provided 500 booklets by 
the factory for them giving training to 
workers when the CBA was newly made 
(in 2000).  Based on interview, newly 
hired workers (hired in 2003 until now) do 
not know the content of CBA. A22. 
Workers' interview, 
management interview, 
record review.
1) Provide a copy of CBA one for each worker.
2)  Design an effective way of educating training for all workers 
of CBA basic provisions.
3) Start to negotiate the CBA revisions.
6/1/2005 1) and 2) PC will follow up during 
next visit.
3) CBA revision completed 
Copy of the new 
CBA on file with PC 
(AUR)
7/4/05 PC visit: We noted that only 
supervisory level workers received 
copy of CBA.  Status is Partially 
Resolved (PR).  Factory committed 
to settle this issue by Nov 30, 
2005
8. Wages and Benefits
Minimum Wage Labor minister regulation PER-
01/MEN/1999, regarding the legal 
minimum wage, article 14.1 stated 
that wage paid by the employer to 
permanent worker, time limit 
contract, piece rate worker and in 
probation period worker is, at 
minimum, comply to the legal 
minimum wage. 
Employers will pay workers the 
legal minimum wage or the 
prevailing industry wage, 
whichever is higher
Based on payroll review, the factory paid 
for newly hired workers Rp 13,500/day 
(legal minimum wage = Rp 18,750/day) 
for about 2 – 6 months until their wage 
rose to Rp 18,750/day in mid October 
2004.  However, it is noted for 
employment from the end of October 
2004 (garment dept.) until November 
2004 (socks dept.), workers received 
wage at minimum Rp 18,750/day. For 
more information about, please refer to 
finding under Forced Labor section, raw 
25, about employment records 
benchmark. 
Workers interview, 
management interview, 
record review.
Back pay all related shortage as the impact of less than 
minimum wage payment for new hires in question.
07/30/2005 7/4/05 PC visit: Status is "R".  All 
related short payment have been 
backpaid.
Other: Healthcare 
insurance
Labor Law UU No.3/1992, article 6 
stated that Social security fund 
consist of working accident security, 
death security, pension fund and 
healthcare security.
Government Regulation PER 
01/MEN/1998 article 1-2 stated that 
Company may establish its own 
healthcare security as long the 
service standard is better than what 
Jamsostek gives.
Government Regulation PER 
01/MEN/1998 article 15 stated that 
if Company establish its own 
healthcare security with better 
service standard than what 
Jamsostek gives, the employer shall 
ask for legalization to the chief of 
local labor department.
The law required the factory to register 
their employees to Social Security 
Scheme (JAMSOSTEK) which is including 
pension insurance, death insurance, 
working accident insurance & healthcare 
insurance. The factory has register their 
workers for pension, death and working 
accident insurance, but does not register 
their workers for healthcare insurance 
from JAMSOSTEK.  The factory is 
maintaining their healthcare insurance by 
providing 24 hours clinic.  However, no 
legalization from local labor department 
that the benefit provided in the clinic (own 
healthcare insurance) is equal or more 
than what is provided by JAMSOSTEK for 
the healthcare insurance.
Workers interview, 
management interview, 
record review.
Provide workers with Healthcare Benefit that is at least equal to 
what is local regulation required OR obtain the legalization from 
respective authorities for the current provided healthcare 
program.
7/31/2005 05/18/2005
The local labor department approved 
the factory's clinic facility.
Manpower 
Department 
Approval Letter
9. Hours of Work
Employers recognize that wages are essential to meeting employees’ basic needs. Employers 
will pay employees, as a base, at least the minimum wage required by local law or the prevailing 
industry wage, whichever is higher, and will provide legally mandated benefits
Except in extraordinary business circumstances, employees will (i) not be required to work more 
than the lesser of (a) 48 hours per week and 12 hours overtime or (b) the limits on regular and 
overtime hours allowed by the law of the country of manufacture or, where the laws of such 
country will not limit the hours of work, the regular work week in such country plus 12 hours 
overtime; and (ii) be entitled to at least one day off in every seven day period
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Overtime Limitations Labor law UU No.13/2003, chapter 
X, paragraph 4, regarding working 
time, article 79.2(b) stated that there 
must be, at least, one day off in a 
week.
Except in extraordinary business 
circumstances, employees will (i) 
not be required to work more 
than the lesser of (a) 48 hours 
per week and 12 hours overtime 
or (b) the limits on regular and 
overtime hours allowed by the 
law of the country of 
manufacture or, where the laws 
of such country will not limit the 
hours of work, the regular work 
week in such country plus 12 
hours overtime; and (ii) be 
entitled to at least one day off in 
every seven day period.  An 
extraordinary business 
circumstance is a temporary 
period of extra work that could 
not have been anticipated or 
alleviated by other reasonable 
efforts
Based on attendance record review, it is 
noted several consecutive working that 
caused workers not received one rest day 
in a week working.  Noted 13 consecutive 
days for at least 14 hand print workers on 
Oct 4 – 16 and Oct 18 – 30, 2004; 28 
consecutive days for at least 50 cutting & 
5 raw material warehouse & 35 sewing 
garment 4 workers on May 4 – 31, 2004.  
Maximum consecutive days found is 30 
consecutive days for one hand print 
worker in Oct, 2004 and 31 consecutive 
days for at least 14 cutting & 2 raw 
material warehouse workers in May 2004.  
Moreover, for security workers, based on 
attendance record review, 55 security 
workers who work in 3 shifts received only 
one to two rest days in a month working.
Workers interview, 
management interview, 
record review.
1) Provide every worker with 1 day off in 7. 
2) Develop a monitoring system (a control tool) that allows to 
track worker's working days attendance.
5/30/2005 04/18/2005
The factory has a policy for 
management to enforce workers 
having one day off within seven 
days.  PC to verify effectiveness of 
the policy implementation during next 
visit.
Inter office memo, 
stating no more 
work on weekly rest 
days.
7/4/05 PC visit: Worker 
interviewed and documentation 
reviewed indicated that no worker 
works over the work limits and 
work day standard.  However we 
still consider this issue to be 
ongoing for internal monitoring.  
Status is "R".
Voluntary OT Labor minister decree No. 
KEP.102/MEN/VI/2004, article 6.2 
stated that the written order from the 
employer and the written approval 
from the employee can be made in 
form of list that is signed by the 
employer and employees pertained.  
Article 6.3 stated that the factory 
shall maintain overtime voluntarily 
form completed with list of workers 
who work overtime and total hours 
of overtime performed.
Overtime hours worked in 
excess of code standard will be 
voluntary
The factory only maintained voluntary 
overtime order form for garment dept.  
There is no voluntary overtime order form 
completed with length of overtime working 
and workers’ signature to signify voluntary 
overtime maintained for other 
departments (socks, handprint, etc).
Workers interview, 
management interview, 
record review.
Apply the similar voluntary overtime forms consistently across all 
department including socks and handprint workers.
5/30/2005 PC will follow up on this during next 
follow up visit.
7/4/05 PC visit: Documentation 
reviewed indicated that the form 
has not been used at Sock Dept.  
Status is "PR".  Management 
committed to use the same OT 
form as other departments.  The 
practice will need to be verified 
during next follow up visit (Oct 17, 
2005).
Other: workers clocked in 
and out
Questions from Audit Instrument: 
(Q 6B.5) Are time cards, swipe 
cards, palm readers or other 
forms of time recording 
completed by individual 
employees on a daily basis?
In garment dept. (packing), workers 
clocked out for break time & at the end of 
working hours, performed by the leader 
(not by the worker themselves).  
Moreover, for sewing and embroidery, it is 
also the leader who clocked in workers’ 
timecards at the beginning of working 
hours.  Management mentioned that they 
are now in process of buying new 
machines.
Workers interview, 
management interview, 
observation.
1) Cease the practice of allowing a worker to clocking in time 
card that is not his/her own.  Provide a related statement letter 
signed by top level management on this efforts.
2) Develop a proper control system that support the above 
commitment application.
4/30/2005 01/08/2005
Memo stated that it is prohibited to 
clock in/out other workers time card. 
There are discipline procedures for 
those that may violate the rule.
Inter office memo to 
all worker on related 
concerns.
Other: night working 
benefit for woman worker
Labor law UU No.13/2003 regarding 
women workers, chapter X 
paragraph 3 article 76.3(a), stated 
that employer had their women 
workers worked at night; between 
23:00 to 07:00 obliged to provide 
appropriate food and drink. Article 
76.4 stated that the employer is 
obliged to provide transportation for 
women workers worked between 
23:00 to 05:00. 
No transportation provided for woman 
workers in shift 2 & 3 (start and end 
working hours on 23:00).  In addition, no 
meal provided for woman workers in shift 
3 working.  Note that factory provides 
meal allowance as much as Rp 2,600 for 
workers in all shift.
Workers interview, 
management interview, 
record review.
1) Provide transportation for every female worker that is 
schedule to work from 23:00 to 5:00.
2) Provide meals for every female workers that is schedule to 
work at night shift.
05/30/2005
The new status of this items related 
to transportation is that the factory 
has rearranged their worker timing 
for back home to hours that is not 
affected to be required to provide 
transport.
As for the meals, there is still 
discussion with the factory.  The 
factory initially provide the workers 
with meals but then workers cannot 
accept it and ask for cash 
compensation.
10. Overtime Compensation
In addition to their compensation for regular hours of work, employees will be compensated for 
overtime hours at such premium rate as is legally required in the country of manufacture or, in 
those countries where such laws will not exist, at a rate at least equal to their regular hourly 
compensation rate.
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Accurate recording of OT 
hours worked?
Labor law UU No.13/2003, 
regarding working time, chapter X, 
paragraph 4, article 79.1 stated that 
the entrepreneurs are under an 
obligation to allow their workers/ 
labourers to take a rest and leave.  
Article 79.2 (a) stated that the 
period of rest and leave as 
mentioned under subsection 1 shall 
include the period of rest between 
working hours at least half an hour 
after working for 4 (four) hours 
consecutively and this period of rest 
shall not be inclusive of working 
hours.
Employees will be paid for all 
hours worked in a workweek.  
Calculation of hours worked 
must include all time that the 
employer allows or requires the 
worker to work
There is lack of 0.5 hours overtime 
payment per day for 2 security workers 
(compared by other securities, these 2 
security workers are newly hired in 2003).  
As based on management they are taking 
0.5 hours break time, unlike other security 
workers who are taking break time in 
place.  Nevertheless, the time card does 
not state/indicate (no clock in and out) for 
the break time.
Management interview 
and record review.
Back pay all related shortage as the impact of lower calculation 
of OT payment for new hires (security)  in question.
04/30/2005 03/10/2005
PC confirmed this finding is a matter 
of misunderstanding as this is a case 
of security in question not clocking 
out his card during the break and not 
that they are working OT for the 
mentioned hours.  
The statement from 
the security is 
obtained confirming 
this situation.
OT Compensation Labor minister decision No. 
KEP.102/MEN/VI/2004, regarding 
the calculation of basic overtime 
wage, article 8.2 stated that wage 
per hour calculation is 1/173 x 
monthly wages.  Article 11 stated 
that total overtime hours calculation 
for normal working days (in this 
factory are Mon to Sat): 1st hour OT 
working calculated by 1.5 and the 
next OT hours are calculated by 2. 
For Sundays and other national 
holidays : 7 first overtime working 
hours are calculated by 2, the 8th 
OT working is calculated by 3 and 
the next OT hours are calculated by 
4.  
The factory shall comply with 
applicable law for premium rates 
for overtime compensation
Based on payroll review, the factory paid 
for newly hired workers Rp 13,500/day 
(legal minimum wage = Rp 18,750/day) 
for about 2 – 6 months until their wage 
rose to Rp 18,750/day in mid October 
2004.  The overtime rate per hour was 
using calculation = (Rp 13,500 x 30)/173 
= Rp 2,341.  While legal law required 
calculation = (Rp 18,750 x 30)/173 = Rp 
3,251.45
Management interview 
and record review.
Back pay all related shortage as the impact of lower calculation 
of OT payment for new hires in question.
6/30/2005 Factory requested new target date of 
7/30/05 to remediate.
7/4/05 PC visit: Status is "R".  All 
related short payment have been 
backpaid.
OT Compensation Labor minister decision No. 
KEP.102/MEN/VI/2004, regarding 
the calculation of basic overtime 
wage, article 8.2 stated that wage 
per hour calculation is 1/173 x 
monthly wages.  Article 11 stated 
that total overtime hours calculation 
for normal working days (in this 
factory are Mon to Sat): 1st hour OT 
working calculated by 1.5 and the 
next OT hours are calculated by 2. 
For Sundays and other national 
holidays : 7 first overtime working 
hours are calculated by 2, the 8th 
OT working is calculated by 3 and 
the next OT hours are calculated by 
4.  
The factory shall comply with 
applicable law for premium rates 
for overtime compensation
Seven hours overtime in rest day/holiday 
for semi piece-rate workers (e.g. sewing, 
trimming, linking) is using calculation = 
wage per day x 2.  It is noted sewing 
workers with wage per day Rp 20,050 
worked 7 hours on Sunday, May 9, 2004, 
received overtime wage only Rp 20,050 x 
2 = Rp 40,100.  While legal calculation = 
7 x 2 x (Rp 20,050 x 30)/173 = 14 x Rp 
3,476.88 = Rp 48,676.30.
Management interview 
and record review.
Back pay all related shortage as the impact of lower calculation 
of OT payment for new hire in questions.
6/30/2005 Factory requested new target date of 
7/30/05 to remediate.
7/4/05 PC visit: Status is "PR".  
The factory has changed the 
payment system per the law in this 
case.  However factory mentioned 
that it is difficult to go back in this 
case to access backpay.  PC will 
continue discussions with the 
factory to reiterate the need for the 
factory to pay back wage 
discrepancy.  The factory said they 
will review this again.
Miscellaneous
Other: Bipartite team Labor law UU No.13/2003, 
regarding the Industrial 
Relationship, chapter XI article 
106(1) stated that 
Every enterprise employing 50 (fifty) 
workers/ labourers or more is under 
an obligation to establish a bipartite 
cooperation institution.
The factory has not maintained bipartite 
team (workers management committee).  
Once the bipartite team maintained, it 
shall be registered to local labor 
department.
Management interview 
and record review.
Develop and registered the committee per the [factory] 
requirements.
6/30/2005 05/25/2005
Worker/Management Committee is 
registered.  PC will verify 
implementation, committee activity, 
and awareness of workers during 
next follow up visit.
Manpower 
Department 
Approval of the Bi-
partite Committee.
7/4/05 PC visit: Status is "R".  
Worker-management Committee 
has been registered to the 
Manpower Office.
Other: Unlawful 
outsourcing practice
Labor law UU No.13/2003, 
regarding the Working Relation, 
chapter IX article 65.3 stated that 
the other factory whom one factory 
has subcontract working must be in 
legally business firm.
Unlawful outsourcing practice for 
paramedic workers as the outsourcing is 
an individual, not a legally business form.  
In addition, no employment agreement, 
attendance record and wage & benefits 
record maintained on site.
Management interview 
and record review.
1) Manage a clinic service per the local law requirements.
2) Appoint the paramedics in question with the status as 
factory's employee/worker.
6/30/2005 7/4/05 PC visit: Status is "R".  The 
factory has outsourced a "legal 
entity" clinic and paramedics are 
working in the clinic.
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